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Systems and Work Systems in Organiza- 
tions,” 157-177 

Van Ginkel, K., review by, 312-314 

Video tutorials, 272-27, 280-281 

Vision: definition of, 4-5; effective leader- 
ship and, 4, 16-17; future time perspec- 
tive and, 6, 8; literature on, 3; 
organizational mission and, 5; organiza- 
tional success and, 4; positivism and, 
7-9; strategic planning and, 4 

Vision training: imaging training and, 7; 
leader selection and, 17-18; methods of, 
7 

Vision training (study): conclusions, 
17-18; discussion, 15-17; future 
research, 17; hypotheses, 7-8, 12-14; 
limitations, 16; measures, 11-12, 23: 
participants, 8-10; procedure, 10-11; 
results, 12-15 

Visionary leadership: antecedents of, 15; 
caveats about, 21-23; literature on, 3-4; 
strategic planning, and, 4; training pro- 
grams and, 16; vision creation and, 4; 
visioning ability and, 15-16. See also 
Vision training (study) 

Visioning ability: antecedents of, 5-7, 
15-16; definition of, 5; future time per- 
spective and, 6-8, 17-18; imaging and, 
5, 7, 22; positivism and, 7-8, 17-18 
thought imagery and, 5 

Visioning ability scale, 11, 15, 17 

“Vocational and Psychosocial Mentoring 
Functions: Identifying Mentors Who 
Serve Both,” 319-321 
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Weick, K. E., Sensemaking in Organizations, 
reviewed, 199-201 

Wentling, R. M., “Current Status and 
Future Trends of Diversity Initiatives in 


the Workplace: Diversity Experts’ Per- 
spective,” 235-253 

“What Bad Impressions Say About Employ- 
ees (Part I),” 71-79 

“What Bad Impressions Say About Organi- 
zations (Part II),” 179-186 

“What Works” approach, to 
316-317 

White, L. P., “Human Resource Orientation 
and Corporate Performance,” 351-364 

Williams, M. L., “The New Venture 
Growth: Functional Differentiation and 
the Need for Human Resource Develop- 
ment Interventions,” 55-70 

Wilms, W. W., Restoring Prosperity: How 
Workers and Managers Are Forging a New 
Culture of Cooperation, reviewed, 89-92 

Win-win business paradigm: corporate 
social responsibility and, 214-215; 
downsizing and, 217; employee satis- 
faction and, 215; job security and, 
216-217; justification for, 214-217: 
origins of, 214; performance and, 
214-215; productivity and, 215-216; 
stakeholder model vs., 231; unions and, 
231-232 

“Win-Win Paradigm for Quality of Work 
Life and Business Performance, A,” 
211-226 

Wognum, I., “HRD Policymaking in Com- 
panies: An Interpretation of the Differ- 
ences,” 255-269 

Women: as trainers, 135, 139; workplace 
success of, 136. See also Gender 

Woolf, V., 1 

Work: learning perspective of, 381; mean- 
ing of, 382; performance view of, 
380-381 

Work groups: self-directed learning and, 
370; training transfer and, 108 

Work networks: characteristics of, 165; ele- 
ments of, 163; evolution of, 163-164; 
organization type and, 165 

Workforce diversity. See Diversity 

Workforce diversity training. See Diversity 
training 

Workforce: classification of, 85; demo- 
graphic shifts in, 105, 235-236, 241; 
education level of, 82; in high-efficacy 
organizations, 184-185; loyalty, 211, 
213; reduction of, 87. See also Diversity; 
Employees 
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Workplace: commitment in, 309-311; 
group norms and, 138; organizational 
rhetoric and, 134; power dynamics 
in, 134-136; resistance to change in, 
134-135; self-directed learning and, 
368-370; training transfer and, 
107-108 

Workplace learning: behaviorist view of, 
371; human capital theory and, 141; 
informal learning and, 129, 141; organi- 


zational climate and, 371; organizational 
values and, 51; postmodern ideas of, 
141. See also Informal learning; Learning 
network theory; Learning systems; Orga- 
nizational learning; Self-directed learn- 
ing (SDL) 

World Wide Web, 315-316 

Worthy performance, 51. See also Organi- 
zational performance; Performance 

Wykes, M., review by, 309-311 
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